TOWN OF GARNER

TOWN COUNCIL
WORK SESSION

July 26, 2016
6:00 p.m.

Garner Police Department
Training Room



Town of Garner
Work Session Agenda
July 26, 2016

Dinner will be served for town officials in the Conference Room at 5:15 p.m.

The Council will meet in a Work Session at 6:00 p.m. on Tuesday, July 26, 2016 in the Garner Police
Department Training Room located at 912 7" Avenue.

A. CALL MEETING TO ORDER/ROLL CALL
B. ADOPTION OF AGENDA
C. REPORTS/DISCUSSION
1. Response to the President’s 21° Century Task Force Report on Policing .................. Page 3

Presenter: Chief Zuidema, Police Chief

This will be an overview of the Garner Police Department's published response to the
findings and recommendations of the President's 21st Century Task Force on Policing.

2. Bond, Capital Priority Project and Emerging Needs Funding Update ...................... Page 29
Presenter: John Hodges, Assistant Town Manager-Development Services

During recent budget discussions, Council gave staff prioritization of Capital Priority
Projects and Emerging Needs that were originally identified during the 2016 Council
Retreat. Staff will present recommendations for funding these projects and provide an
update on funding availability for active bond projects. Staff recommends establishing
a time line for subsequent bond project discussions in preparation for future bond
issuances.

3. Parks, Recreation & Cultural Resources Department Reorganization ...........ee...... Page 31
Presenter: Sonya Shaw, PRCR Director

The Parks, Recreation and Cultural Resources Department is recommending an
organizational restructure, which will include an increase of $5,741 in staff costs to
upgrade the Recreation Administration Specialist, Grade 20, position to the proposed
Athletics Programs Supervisor, Grade 23, position. The PRCR department will assume
associated costs of $5,741 in its current budget. No additional funding will be requested
for this recommended organizational change.

4, Employee Policy Manual REVIEW .......cccceeeeeeieieictisrcece et v v v sre v s Page 35
Presenter: BD Sechler, Human Resources Director

Annual review of current policies and updates. Several new policies are also being
recommended.



5. TOWN OF GAINEE FIAG .ottt ettt et e e see s tesbeeneereens Page 50
Presenter: Rick Mercier, Communications Manager

Staff has incorporated Council's requested revisions to the proposed Garner flag design.
6. PUIChase Of PrOPEILY ..cc.oveeiicietire ettt ettt st st st s e e s s e b e ena s Page 52

Presenter: Rodney Dickerson, Town Manager

The Town Council will consider purchase of property located at 8025 Country Club Road,

Garner NC for use as park, recreation or open space. The property consists of 120.81

acres and is currently developed as a golf course. The Council will also consider a

proposed short-term lease back agreement.

Action: Authorize Purchase Contract and Lease Agreement

COMMITTEE REPORTS
MANAGER REPORTS
ATTORNEY REPORTS
COUNCIL REPORTS

ADJOURNMENT



Town of Garner
Town Council Meeting
Agenda Form

Meeting Date: July 26, 2016

Subject: Police Department response to President's 21st Century Task Force on Policing Report

Location on Agenda: Reports

Department: Police

Contact: Chief Brandon Zuidema

Presenter: Chief Brandon Zuidema

Brief Summary:

This will be an overview of the Garner Police Department's published response to the findings and
recommendations of the President's 21st Century Task Force on Policing.

Recommended Motion and/or Requested Action:

None - informational only

Detailed Notes:
See attached slides.

Funding Source:
N/A

Cost: | One Time:

O | Annual: O No Cost:

Manager’'s Comments and Recommendations:

Attachments Yes: (&) No: O

Agenda Form
Reviewed by:

Initials: Comments:

Department Head:

BvVZ

Finance Director:

Town Attorney:

Town Manager:

RD

Town Clerk:
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Town of Garner
Town Council Meeting
Agenda Form

Meeting Date: July 26, 2016

Subject: Bond, Capital Priority Project and Emerging Needs Funding Update

Location on Agenda: Reports

Department: Town Manager's Office

Contact: John Hodges, Assistant Town Manager-Development Services

Presenter: John Hodges, Assistant Town Manager-Development Services

Brief Summary:

During recent budget discussions, Council gave staff prioritization of Capital Priority Projects and Emerging Needs
that were originally identified during the 2016 Council Retreat. Staff will present recommendations for funding
these projects and provide an update on funding availability for active bond projects. Staff recommends
establishing a time line for subsequent bond project discussions in preparation for future bond issuances.

Recommended Motion and/or Requested Action:
Provide Guidance

Detailed Notes:

Funding Source:
Various

Cost: Various | One Time: (® | Annual: O No Cost: @

Manager’'s Comments and Recommendations:

Attachments Yes: (&) No: O

Agenda Form Initials: Comments:
Reviewed by:
Department Head:

JMH
Finance Director:
Town Attorney:
Town Manager:

RD

Town Clerk:
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Town Manager’s Office Memorandum

TO: Mayor and Town Council

FROM: John Hodges
Assistant Town Manager — Development Services

DATE: July 20, 2016

SUBJECT: Bond, Capital Project and Emerging Needs Funding Update

During recent budget discussions, Council gave staff prioritization of Capital Priority Projects and
Emerging Needs that were originally identified during the 2016 Council Retreat. Staff will present
recommendations for funding these projects and provide an update on funding availability for active

bond projects at the July 26, 2016 work session.

An overview of the items and funding sources follows. Additional details will be presented at the work
session for discussion and guidance.

PROJECT ESTIMATE FUNDING SOURCE

Shelter at Garner Rec Park $85,000 Surplus Parks and Recreation Bond Funds

Resurface Parking — GRP $90,000 Surplus Parks and Recreation Bond Funds

Storm Water Infrastructure Study $75,000 Hwy 70/White Oak Project Surplus

Bryan Road Joint Use (Garner half) $226,000 Park Development Reserve Funds

BMP at Lake Benson Park $75,000 Stormwater Infrastructure Reserve Funds

Parking at Lake Benson Park $65,000 Surplus Parks and Recreation Bond Funds

Rand Mill Road Park Repairs $15,000 Streets & Sidewalk Bonds - Neighborhood Improvement
Benson Road Sidewalk Drainage  $50,000 Streets & Sidewalk Bonds - Neighborhood Improvement
Parking Lot — Pearl & Main $175,000 Redevelopment Bonds — Storm Water Facilities

Hwy 50 Bridge Enhancements $500,000 Streets & Sidewalk Bonds

Garner Rd. Sidewalk to Perdue TBD Streets & Sidewalk Bonds - Neighborhood Improvement

Staff will also present an update on funding availability for active bond projects and recommendations
for moving forward with proposed bond projects. A time line for subsequent bond project discussions is
recommended to prepare for future bond issuances.

If you have questions prior to the work session, please let me know.
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Town of Garner
Town Council Meeting
Agenda Form

Meeting Date: July 26, 2016

Subject: PRCR Reorganization

Location on Agenda: Discussion

Department: PRCR

Contact: Sonya Shaw, PRCR Director

Presenter: Sonya Shaw, PRCR Director

Brief Summary:

The Parks, Recreation and Cultural Resources Department is recommending an organizational restructure, which
will include an increase of $5,741 in staff costs to upgrade the Recreation Administration Specialist, Grade 20,
position to the proposed Athletics Programs Supervisor, Grade 23, position. The PRCR department will assume
associated costs of $5,741 in its current budget. No additional funding will be requested for this recommended

organizational change.

Recommended Motion and/or Requested Action:

Consider Organizational Change

Detailed Notes:

Funding Source:
PRCR budget

Cost: $5,741 | One Time: (® | Annual: O No Cost: [O)
Manager’'s Comments and Recommendations:
Attachments Yes: (&) No: O
Agenda Form Initials: Comments:
Reviewed by:
Department Head:
SS
Finance Director:
Town Attorney:
Town Manager:
RD
Town Clerk:
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GARNER

A Great Place to Be

Parks, Recreation and Cultural Resources

To: Rodney Dickerson, Town Manager

From: Sonya Shaw, Parks, Recreation and Cultural Resources Director
Date: 7/1/16

Re: PRCR Staff Reorganization

Over the past six months, the PRCR Administrative team has reviewed and discussed a proposed
reorganization, to manage the growth and future development of youth and adult athletic programs,
as well as, Town special events. Over the past year, both the Youth and Adult Athletics and Cultural
Arts and Events programming teams have experienced growth in programming and attendance.

With the transitioning of the Recreation Program Specialist from part-time to fulltime, the Youth and
Adult Athletics team experienced immediate growth in youth programs, classes and sports. Increases
have been noted in preschool arts classes, camps and sports programs. In particular, summer camps
have increased from averaging 50-60 participants per week to 85 participants- and we’re just into our
3rd week of camp.

With the hiring of a new Recreation Activities Specialist position (part-time), afterschool open gym
programs have also noticed increasing numbers, averaging 50-60 youth participants per school day.

Recently, this programming team also recognized the need to increase recreational opportunities for
adults. Marcelle Williams, currently serving as Recreation Administration Specialist, has been
working with this programming team to revamp the Adult Basketball league. In the first season, Mr.
William’s efforts resulted in the league doubling the number of teams from 5 to 11 and increasing
revenues by an additional $2,500. As a result, Administration explored the idea of transitioning
Marcelle to the Youth and Adults Athletics team permanently, in order to continue his work in this
area and expand into both youth and adult athletic programming. With over 15 years of experience in
Athletic Programming and Supervision, Marcelle will be a huge asset to the team in current and
future programming and facility operation needs.

Instead of waiting until the new recreation center opens, Administration is recommending Marcelle
transition to the Youth and Adult Athletics Team, effective August 2016. The following will be
necessary to complete the transition:

e Approval of a position upgrade of Marcelle’s current position, Recreation Administration
Specialist, Grade 20, to Athletics Program Supervisor Grade 23, costing the department
roughly $5,741. (Nearly half of this amount has been recognized in revenue increases during
his first season of revamping the Adult Basketball League). The department will assume these
proposed reorganization costs and not request additional funding to support this effort.
Administration will work with HR Director on necessary steps to complete this position
upgrade request.

e Relocation of Mr. Williams to Avery Street. The small meeting room beside Jack’s office will
become an Athletic Office and house Marcelle and evening part-time staff.
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e Delegating Marcelle’s current duties to Senior Center staff and part-time staff.

¢ Relocating PRCR signage near the Senior Center main building entrance. All main office traffic
will flow to the main entrance of the Senior Center.

Once the new recreation center opens, the department will revisit and propose an Administrative
Recreation Specialist position. During the interim, Administration is willing to temporarily forego this
position in order to minimize costs of new positions that will be needed to operate the new recreation
center. This transition will allow the department to continue jump-starting programming and
operational needs for the new recreation center.

Cultural Arts and Events

Due to the increasing attendance of what was once considered smaller Town events, Administration
has discussed transitioning Kendrick Mayes from the Outdoor and Adventure team to Cultural Arts
and Events team. Mr. Mayes has increased both the attendance and sponsorship involvement in
Eggstravaganza and Trick-or-Treat the Trails events and continues increasing marketing
opportunities for the department. Attendance has increased to well over 5,000 participants for these
events and sponsorships have increased to well over 70 local business and community agencies.
Administration recognizes the need to improve sponsorship efforts and regroup special events under
one programming team, in order to maximize these efforts and continue building local business
partners.

The following will be necessary to complete the transition:

e Relocation of Mr. Mayes to the Avery Street Annex office July 2016.
Once the office is prepared, Kendrick can relocate to the Annex office in July.

Administration met individually with each staff member affected to gain feedback on the proposed
reorganization in May 2016, after having a brief discussion with you on the reorganization. We
allowed over a month to pass in order to give staff time to process, ask questions and identify any
programming loop holes or duties we may have missed working through the reorganization. In mid-
June, Administration discussed the reorganization with all department managers to continue the
dialogue and provided a broader perspective on the proposed reorganization. Managers have since
met with their staff members to share information about the proposed reorganization and gained
positive feedback on proposed changes.

Let me know if you have questions or if additional information is needed.
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Town of Garner
Town Council Meeting
Agenda Form

Meeting Date: July 26, 2016

Subject: Employee Policy Manual Review

Location on Agenda: Discussion

Department: Human Resources

Contact: BD Sechler, Human Resources Director

Presenter: BD Sechler, Human Resources Director

Brief Summary:

Annual review of current policies and updates. Several new policies are also being recommended.

Recommended Motion and/or Requested Action:

Review of modified policies and new policies in employee handbook.

Detailed Notes:
Individual policies are attached.

Funding Source:

Cost: | oneTime: QO | Annual: O No Cost:
Manager’'s Comments and Recommendations:
Attachments Yes: (&) No: O
Agenda Form Initials: Comments:
Reviewed by:
Department Head:
BDS
Finance Director:
Town Attorney:
Town Manager:
RD

Town Clerk:
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DRAFT
Employee Identification & Access Badge Policy

PURPOSE

As part of the Town’s commitment to safety and security, the Town of Garner has developed an
employee identification (ID) & access badge policy. The goal of this policy is to provide an extra level of
safety and security by requiring employees to display their photo ID badges. These badges will allow
staff, customers, and citizens to quickly identify individuals as Town of Garner employees as well as
allowing employees access to secured Town facilities.

POLICY GUIDELINES

All full time, part time, seasonal, supplemental employees, elected officials and volunteers will be issued
a Town ID badge. The Town issued photo ID badge shall contain either the Town of Garner seal or the
police badge, in the case of sworn and full time civilian police department employees, the employee’s
picture, name, department and employee ID number (if applicable.)

All full and part time employees and elected officials ID badges will also provide them with access to
approved secure areas within Town facilities. Seasonal employees, supplemental employees and
volunteers will be granted security access, by request, with Department Head approval to those areas
relevant to their specific job assignment and the wellness facility.

All on-duty employees and volunteers will be required to have their Town issued photo ID badge in their
possession. Each department head or his/her designee will be responsible for ensuring that badges are
worn as required, per department safety policy. Employees and or volunteers not in an official town
uniform must wear their badge displayed face forward and in full view. Badges must be on or over the
outermost garment, at or above the waist, at all times.

Employees and or volunteers who are off-duty, but who are entering into an area within a Town building
or facility in which the public doesn’t normally have access must wear their Town issued photo ID badge
in accordance with this policy.

The Human Resources department, working in partnership with the IT department, shall be responsible
for administering the Town’s ID & access badging policy.

ID badges will be issued to new full and part time employees during Deploy or normally upon the first
day of employment for all others.

Lost or stolen badges should be reported immediately to the IT department.

The ID badge may be used only by the individual to whom it was issued. Employees may not “loan”
their ID badge to anyone for any reason.

Upon separation, badges should be returned to HR during the exit conference or given to the
Department Head prior to departure.

Failure to comply with this policy may result in disciplinary action, up to and including termination.
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Call-back and On-call Pay

The Town provides a continuous twenty-four hour a day, seven-day-a-week service to its customers.
Therefore, it is necessary for certain employees to respond to any reasonable request for duty at any
hour of the day or night. One of the conditions of employment with the Town is the acceptance of a share
of the responsibility for continuous service, in accordance with the nature of each job position. If an
employee fails to respond to reasonable calls for emergency service whether special or routine, the
employee shall be subject to disciplinary actions up to and including dismissal by the Town Manager.

Call-back. Persons classified as exempt from the provisions of the Fair Labor Standards Act are not
eligible for call back pay. For non-exempt employees, compensable time in call back duty begins when
the person leaves home and ends when the person returns home. If the employee does not go directly
home after the call back, the normal travel time from the employee’s residence to the applicable
department building shall be added to the time when the employee left home originally plus the hours
worked during the call back.

On-Call. Persons classified as exempt from the provisions of the Fair Labor Standards Act are not
eligible for on-call pay. On-call duty refers to the time that an employee is required to be available and
respond to emergencies that may occur from the end of his regular workday to the beginning of the next
workday. Superintendents and/or supervisors make the assignments for on-call duty. The department
head will approve the on-call list before it is placed into effect. Every employee on on-call duty shall
remain in contact by use of a pager or his or her home telephone in accordance with the policy
established by the applicable department head. The employee shall be ready to make immediate
response to a call upon notification by whatever means.

Non-Exempt employees placed on on-call status will receive an additional lump sum payment for being
on-call, the amount of which shall be established by the Town Council. On-call pay will be included in
determining the regular rate of pay for overtime compensation. The Town Manager will be provided a
copy of the on-call list prior to the list becoming effective.
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Educational Assistance Program

It is the policy of the Town of Garner to provide educational opportunities to employees who desire to
further their education in a career field that would benefit the Town and to increase their ability and
knowledge to pursue promotional opportunities. Educational Assistance in pursuit of a Master’s degree
will be considered for positions that require or prefer a Master’'s Degree in Public Administration or related
field. The Town does not provide educational assistance for courses in pursuit of a doctorate degree.

The amount of educational assistance provided per employee will be determined annually based on the
approved budget.

Employees interested in pursuing a degree from an accredited university or college shall submit an
Educational Assistance Application form annually for Town approval. Priority will be given to employees in
a degree program for which approval has been given in the prior budget year (assuming the employee
continues to meet all policy requirements). Town of Garner will reimburse the costs of registration, tuition,
student and lab fees, upon completion of the course and certification by the institution that final grades
meet the standards of the Town of a “C” or better up to a maximum of $1,100 for the fiscal year. The first
and/or last day of the course must be within the fiscal year for which reimbursement is requested.. Fhe

A

expenses: Employees receiving additional reimbursements for coursework from sources outside the
Town may not receive total reimbursements in excess of 100 percent of the total tuition cost.

All full-time regular employees who have been employed with the Town for a minimum of six months and
have successfully completed the Town’s probationary period are eligible to receive this benefit. Eligible
employees must be employed continuously for the entire academic session in order to qualify for
reimbursement. Employees are expected to continue Town employment for one year from the date of the
education reimbursement. Employees separating from Town employment prior to one year from
reimbursement must repay the Town the total amount of the reimbursement(s) received for the year
calculated by counting backwards one year from the last day of work. Tuition reimbursement monies
owed to the Town may be deducted from any compensation received upon the employee’s separation
from employment.

Employees are expected to pursue coursework outside regular work hours whenever possible; however,
if a particular course is only available during scheduled work hours, a request for Educational Leave may
be made to the Department Head prior to course registration and subject to approval of the Department
Head, Human Resources, and the Town Manager. For more information on Educational Leave, see Part
VII. Section 23.

Human Resources will notify employees of the application period for participation in the Educational
Assistance Program and will provide the forms for both application and reimbursement.
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Fitness for Duty

The Town is committed to providing a safe workplace for employees. In order to provide a safe work
environment, employees must be able to perform their job duties in a safe, secure, productive, and
effective manner for the duration of their work schedule. Employees who are not fit for duty may present
a safety hazard to themselves, their co-workers or the public.

Purpose

The purpose of this policy is to establish procedures and criteria by which the Town can ensure that
employees are fit for duty. In addition, this policy will provide guidelines for determining light duty
assignments regarding employees that are unable to perform their regular assigned duties as a result of a
non-work related injury/illness/psychological condition.

Scope

This policy applies to all Town employees.

Definitions

Fit for duty - means the employee is able to perform their regular assigned duties in a safe, secure,
productive, and effective manner.

Light Duty - is a temporary, modified work assignment, different from an employee’s regular assignment
that may be offered to employees that are unable to perform their regular assigned duties as a result of a
non-work related injury/iliness/psychological condition.

Roles & Responsibilities

A. Employee Responsibilities

1. Employees must come to work fit for duty, and be able to perform their job responsibilities in a
safe, secure, productive, and effective manner during the entire time they are working.

2. Employees are responsible for notifying their supervisors when they are not fit for duty.

3. Employees must immediately notify their supervisors of any non-work related
illness/injury/condition that may affect their ability to perform their job duties and/or compromise
their safety, the safety of their co-workers, or the public.

4. Employees must notify their supervisor of any medication they are taking (prescription or over-
the-counter) that may affect their ability to perform their job duties.

5. Employees must keep their supervisor updated on any subsequent changes to the status of
their injury/illness/psychological condition or use of medication.

6. While performing their light duty assignment, employees must comply with the temporary work
restrictions and recommendations from their personal physician.

7. Employees are responsible for notifying their supervisor when they observe a coworker acting
in a manner that indicates the coworker may be unfit for duty.

8. The employee must comply with all aspects of the Fitness for Duty Policy. Failure to comply
may be grounds for disciplinary action up to and including termination.

B. Supervisors Responsibilities
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1. Supervisors are responsible for observing the attendance, performance, and behavior of their
employees.

2. Supervisors must maintain confidentiality of the employee’s medical information and records.

3. Supervisors should contact Human Resources with any questions concerning the employee’s
work restrictions.

4. Supervisors are responsible for ensuring compliance with all aspects of the Fitness for Duty
Policy. Failure to comply may be grounds for disciplinary action up to and including termination.

Light Duty Eligibility
In order for employees to be eligible for a light duty assignment they must:

1. Provide documentation from a licensed medical provider authorizing the employee to return
to work in a light duty capacity. The medical documentation must clearly define the following
information:

Employee’s work status

Specific work restrictions

Duration of restrictions

Medication regimen

Physical therapy schedule (if applicable)
Prognosis for recovery

o o0 oo

Documentation shall be submitted to the immediate supervisor and forwarded through the chain of
command to the department head. The department head will be responsible for providing Human
Resources with a copy of the documentation. The Department Head will consult with Human Resources
on the feasibility of light duty within their department or within another Town department.

Medical Clearance

The employee’s personal physician will make the initial medical determination whether to clear the
employee back to work following a non-work related injury/illness/psychological condition, unless the
conditions listed under “Fitness for Duty Examination Procedures” exist. If the conditions exist, the
Town’s authorized physician will make the medical determination by conducting a fitness for duty exam.

Fitness for Duty Examination Procedures

A fitness for duty medical examination will be required by the Town’s authorized physician for a
non-work related injury/illness/psychological condition under the following conditions:

1. The employee’s personal physician has cleared them to return to work but their supervisor or
manager, based on direct observation, reasonably believes that the employee’s
injury/iliness/psychological condition may interfere with their ability to perform their job duties safety,
or could pose a direct threat to others.

2. The employee is taking medication (prescription or over-the-counter) that could interfere with
their ability to perform their job duties safely, or could pose a direct threat to others.

Light Duty Criteria
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The Town does not guarantee light duty assignments for employees that have a non-work related
injury/iliness/psychological condition. Light duty assignments will generally consist of a 40 hour work
week or the employee’s normal work schedule. Ne-evertime-ispermitted. Generally, overtime is not
permitted. If overtime is being considered, Human Resources must be consulted and the Town Manager
must approve. Accumulated leave may be used, in the event that the employee is not able to work their
normal work schedule.

Employees must meet the following criteria:
1. Employee must be capable of doing productive work for their assigned department.
2. Light duty assignments shall not exceed 90 days. In certain circumstances this period may be
extended based on the treating physician recommendations, the availability of qualifying light duty
assignments, and the approval of the Town Manager.
3. Employee must attend regular follow-up medical appointments.

Light Duty Assignments

If the employee qualifies for light duty, the Department Head will determine if a light duty assignment is
available within their department and/or another Town department with a need for assistance.

Guidelines for determining appropriate light duty assignments:

1. Light duty assignments must comply with the employee’s temporary work restrictions issued by
the licensed, treating physician.

2. Assign tasks that are meaningful and valuable to the Town.

3. Light duty assignments will always have an ending date. This date may be extended as
specified under “Light Duty Criteria” in this policy.

If a light duty assignment meeting the employee’s work restrictions isn't available, the Department
Head will contact Human Resources for assistance in securing a suitable assignment in another
Town Department. The Department Head, in consultation with Human Resources, will make the final
determination regarding the light duty assignment. If a light duty assignment meeting the employee’s work
restrictions isn’t available in another department, the employee must use accrued sick, vacation, or
compensatory time in order to be paid for time away from work. In such cases, the Human Resources
Department should be notified so that FMLA eligibility can be assessed.

Page 41



DRAFT
INCLEMENT WEATHER POLICY

Policy Purpose

The Town of Garner recognizes that severe weather conditions and other rare emergency
circumstances may make it difficult to provide a full range of Town services to our citizens. This
policy clarifies the designation of essential/non-essential service positions and provides
direction on how to account for work hours and pay when the Town’s normal operations are
modified.

Declaration of an Emergency

The Town Manager will determine when emergency conditions exist that warrant the alteration
of the Town’s normal business operating hours of 8:00 am — 5:00 pm, Monday through Friday.

When the Town Manager alters the Town’s normal work hours (late opening, early closing, or
closed for the day) this decision will be communicated as soon as possible through the Weather
Hotline (919-773-4455), the Town’'s email system, on the Town’s web site, through social media
and through local media outlets. Employees who are not deemed to be “essential” do not have
to report to work during this time period and may qualify for inclement weather pay during this
period.

Designation of Essential Service Positions

The Town provides a range of essential services that require personnel to be physically present
at work to respond to emergency situations regardless of the weather conditions. (Those
services include, but are not limited to sworn Police staff and operational Public Works staff.)
Department heads are responsible for designating employees as essential in the event of
inclement weather or other emergency conditions. Essential staff is expected to report to work
during emergency situations unless specifically directed not to report to work. Employees should
be clear on their designation as “essential” in advance of an emergency event. Essential staff
are expected to follow departmental leave request policies, and use accrued leave time (sick,
vacation, comp) to cover missed work time during the emergency event.

When severe weather is predicted, the Town may make special arrangements for essential staff
in order to ensure their availability to work. These provisions may include allowing personnel to
drive Town vehicles home, arranging for hotel rooms and meals, or setting up sleeping quarters
on-site. “Essential” must be noted on the employee’s timesheet before submission to payroll
after an emergency closing event.

Eligibility for Inclement Weather Pay

When Town operations are closed for a full day (maximum of 8 hours), a fulltime employee
whose job is not deemed to be essential is eligible to receive inclement weather pay only when
the employee was scheduled for work and planning to attend work during the closing period.
Employees who are out on sick leave immediately before and immediately following an
inclement weather period, are assumed to be sick, and must use sick leave to account for the
absence during the period of inclement weather closure. Likewise, employees who are
scheduled to be on vacation during the inclement weather period must use vacation leave
unless they notify their supervisor that the vacation plans are canceled due to the emergency
conditions and they report to work immediately following the inclement weather period.
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When the inclement weather period is granted for partial days, the following shall apply:

Delayed Opening — When the Town Manager sets a specific opening time, employees who work
non-standard hours (i.e., 7:00—4:00 or 7:30—4:30) would apply the delay period to their normal
work schedule. For example, if Town Hall is on a 2-hour delay, then employees who normally
report at 7:30 am will report at 9:30 am unless other arrangements are made with their
supervisor. Employees who are not scheduled to be at work during the delay period do not
receive any inclement weather pay for this period.

Early Closing — If the Town Manager sets a specific closing time for Town offices (i.e., 2:00
p.m.) then employees receive inclement weather pay only from the time of closing. Employees
are expected to work a normal schedule until the official closing time unless instructed
otherwise. Employees who are not scheduled to be at work during the early closing period do
not receive any inclement weather pay for this period. (i.e. — shift ends at 3:00 PM and early
close is set for 4:00 PM)

Staff safety is our highest priority. In the event Town operations are NOT closed, but the
employee determines it is best for him or her to leave or not report to work based upon weather
related conditions that would impact their safe travel, the employee will be allowed to do so and
must use accrued leave or comp time to be compensated for the time away from work. Staff
should communicate directly with their immediate supervisor, as soon as they can to make their
intentions known.

Compensation for Essential Staff during Inclement Weather Periods

Non-exempt essential personnel are paid for all hours worked at straight time or over time per
FLSA requirements. Those working during periods when Town Hall is officially closed are paid
an additional straight time hour of pay for each hour Town Hall is closed, not to exceed 8 per
day. This additional “premium pay” is not paid on weekends or Town holidays. (The maximum
of 8 is due to the fact that normal operating hours for the Town are Monday through Friday, 8
AM to 5 PM, with one hour for lunch.)

Exempt essential personnel are paid for a normal day. Additional hours worked beyond 8 per
day are credited to comp time. Those working during periods when Town Hall is officially
closed are credited with an additional straight time hour of pay for each hour Town Hall is
closed, not to exceed 8 per day. This additional “premium pay” is not given on weekends or
Town holidays. (The maximum of 8 is due to the fact that normal operating hours for the Town
are Monday through Friday, 8 AM to 5 PM, with one hour for lunch.). For purposes of this policy
ONLY, exempt employees will be allowed to exceed the 40 hours of comp time maximum.
Hours earned in excess of 40 during an inclement weather period must be used within 6 months
of the inclement weather period.
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Overtime Pay and Comp-Time Provisions

Employees of the Town may be required to work overtime hours as needed by the Town and determined
by the department head. The Town will comply with the Fair Labor Standards Act (FLSA) in
compensating exempt and non-exempt employees.

Non-exempt employees will be paid at a straight time rate for hours up to the FLSA established limit for
their position (usually 40 hours in a 7 day period). Hours for sworn, non-exempt law enforcement
personnel shall be based on a 28-day cycle with compensation at overtime rates beginning after 171
hours worked in the cycle. Hours worked beyond the FLSA established limit will be compensated in
either time or pay at the appropriate overtime rate. In determining eligibility for overtime in a work period,
only hours actually worked shall be considered; in no event will vacation, sick leave, or holidays be
included in the computation of hours worked for overtime compensation.

Whenever practicable, departments will schedule time off at the rate of time-and-a-half for each hour of
overtime for non-exempt employees, instead of paying overtime, however, non-exempt employees must
agree to receive comp-time in lieu of overtime wages. Exempt and non-exempt employees should be
permitted (by the department head) to use the time off within a reasonable period, if it does not “unduly
disrupt” the operations of the department. Non-exempt employees may not exceed a balance of 40
comp-time hours.

Employees in positions determined to be "exempt" from the FLSA overtime provisions (such as
Executive, Administrative, or Professional staff) will not receive pay for hours worked in excess of their
normal work periods. These exempt employees may be granted eemp-time “extra hours worked” time off
on an hour-for-hour basis as approved by the department head where the convenience of the department
allows for any actual hours worked that exceed 40 in a workweek. Exempt employees may not exceed a
balance of 40 comp-time “extra hours worked” hours. Exempt employees are not guaranteed such
leave and will not be compensated for any remaining hours upon separation from the organization.

Note: In both cases, it is the responsibility of the employee and the department head to maintain records

of the eemp-time accrued hours and to record these hours on their departmental timesheets as they
occur and forward them to Finance.
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Retiree Health Insurance

An employee who retires directly from the Town and meets the conditions set forth under the provision of
the North Carolina Local Government Employees’ Retirement System (NCLGERS) for an unreduced
benefit may be eligible for retiree health insurance under the guidelines set forth below.

Coverage Provisions:

Employees hired prior to May 1, 2011

Employees attaining 20 years of service with the Town at any age OR age 62 with 15 years of service
with the Town may elect to continue on the Town’s group health insurance plan until they reach are
eligible for Medicare coverage-age-{typically-age-65), if requested within 30 days of the retirement date.
The Town will cover 100% of the retiree-only monthly health insurance premium. Once the retiree is
eligible for has reached Medicare coverage age-{typically-age-65), the retiree will no longer be eligible for
coverage under the Town’s group health plan, but the Town will provide a Medicare Supplement Plan and
Prescription Plan with at no monthly premium cost to the retiree.

Health coverage will be extended to employees eligible to retire at age 62 after 5 years of service with the
Town, previded however, the employee pays the full monthly premium.

Employees hired on or after May 1, 2011

Employees attaining 25 years of continuous full-time service with the Town may elect to continue on the
Town’s group health insurance plan until they reach Medicare coverage age (typically age 65), if
requested within 30 days of the retirement date. The Town will contribute $223.00 to the retiree-only
monthly health insurance premium. Once the retiree hasreached is eligible for Medicare coverage age
(typically age 65), the retiree will no longer be eligible for coverage under the Town’s group health plan.
At that time, the Town will contribute $223.00 or 50% towards the retiree-only monthly premium of a Town
approved Medicare supplement plan, whichever is less. The retiree is responsible for paying any balance
of the premium after the Town’s prorated portion has been applied.

A retiree that declines or cancels either the Pre-65 Retiree Health Insurance or Medicare Supplement
and/or Prescription Plan will no longer be considered eligible for coverage for the declined/cancelled plan
under this policy and therefore will not be eligible to attain coverage under that plan at later date.

Retirees are required to report any other group medical coverage which they may have at the time of
retirement or which they may obtain subsequent to retirement so that benefits can be coordinated with the
other insurance carrier. Any group coverage will be considered primary and the Town of Garner
coverage will be secondary. Failure to report other coverage will be considered justification for the Town
to terminate retiree coverage. Coverage may be affected if the retiree moves out of the Group Health
Plan service area (i.e., limited access to in-network providers, etc.).

Dependents covered under the retiree’s health plan at the time of the retiree’s retirement are eligible to
remain on the health plan at the retiree’s expense. Dependent coverage is hot available once the
dependent becomes Medicare eligible or upon the retiree’s death.

The retiree’s portion of the premium is due to the Town of Garner by the first day of each month for that
month’s coverage. Failure to pay the Town for premiums within 30 days of the due date will result in
termination of coverage. The Town reserves the right to discontinue or change the terms of this benefit at
any time.
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Staff Appeals Procedure

Policy

It is the policy of the town to provide a just procedure for the presentation, consideration and disposition
of employee concerns and grievances. The purpose of this section is to outline the procedure and to
assure all employees that a response to their complaints and grievances will be prompt and fair.

Definition and limitations

A grievance is a claim or complaint by an employee based upon an event or condition which affects the
circumstances under which an employee works, allegedly caused by misinterpretation, unfair application,
or lack of established policy pertaining to employment conditions.

Appeals involving a disciplinary suspension, involuntary demotion, alleged discriminatory action,
dismissal or suspension of driving privileges by the town are initiated at Step 3 of the appeals
procedure.

All formal appeals must be filed within twelve (12) scheduled working days of the date the final
disciplinary decision is communicated to the employee. Appeals filed beyond this deadline will
not be considered, unless an exception is approved at the sole discretion of the Town Manager.
Grievances concerning performance evaluations or performance awards may only be appealed
up to Step 2 of the appeal procedure; however, department heads may appeal to the Town
Manager.

Purposes
The purposes of the appeals procedure include, but are not limited to, the following:

Providing employees with a procedure by which their complaints can be considered promptly,
fairly, and without reprisal,

Encouraging employees to express themselves about the conditions of work which affect them as
employees;

Promoting better understanding of policies, practices, and procedures which affect employees;

Increasing employees' confidence that human resource actions taken are in accordance with
established, fair and uniform policies and procedures; and

Increasing the sense of responsibility exercised by supervisors in dealing with their employees.

Procedure

When an employee has a grievance, the following successive steps are to be taken unless otherwise
noted. The number of days indicated for each step shall be considered the maximum, unless otherwise
provided, and every effort should be made to expedite the process. The time limits at any step, however,
may be extended by mutual consent or due to unusual circumstances beyond the reasonable control of
either party. The last step initiated by an employee shall be considered to be the step at which the
grievance is resolved. Mechanical recording of all or part of any meeting is prohibited without prior
agreement of all parties subject to being recorded. While all parties are entitled to seek legal advice,
attorneys may not be present at administrative or investigative meetings related to the grievance. At each
step, the individual responding to the grievance is encouraged to consult with any employee of the town,
or others as appropriate, in order to reach a fair, impartial, and equitable resolution. All employees
consulted during the appeals process are required to cooperate to the fullest extent possible. A decision
to rescind a disciplinary suspension, demotion or dismissal must be approved in advance by the Town
Manager.
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Informal grievance. The employee with a grievance is encouraged to resolve the grievance with the
supervisor issuing the disciplinary action (or other decision being grieved) in an informal face-to-
face meeting, before going on to the formality required in the following steps. Either the employee
or the supervisor may involve the respective department head and/or Human Resources Director or
Analyst as a resource to help resolve the grievance. Using the informal grievance does not change
the appeals deadline unless both parties mutually agree to an extension. The informal resolution
step shall be initiated within 48 hours (or next regularly scheduled work day) of the employee being
allegedly aggrieved and be completed within ten (10) working days from being notified of decision
that led to the employee’s concern.

Formal grievance. To be considered, an appeal must be filed in writing within the time limit
described in this section and must include the full basis for the employee's complaints, all
information which supports the employee's position, and a statement outlining what the employee
wishes to have happen as a result of the appeal. The employee will be notified in writing, within 48
hours of receipt (or next scheduled work day), if the written appeal is complete. If the written
appeal is not complete, the employee will be told what is incomplete and have 48 hours (or next
scheduled work day) to correct and re-submit. The employee will have one chance to correct and
resubmit.

Step 1: If no resolution to the grievance is reached informally, the employee who wishes
to pursue an appeal shall present their appeal to the supervisor issuing the disciplinary
action (or other deC|S|on belng grieved) in Wr|t|ng The appeal must be presented
within twely ; A , A
ef—tla\ee\,tel%eH;emdﬂ«wr seven (7) worklng days of belng notmed of the mformal
grievance not being resolved. The supervisor shall have a response to the appeal
delivered to the employee within twelve (12) working days after receipt of the written
appeal. The response shall be in writing and signed by the supervisor. In addition, the
employee shall sign a copy to acknowledge receipt thereof. The supervisor shall send
copies of the appeal and response to the department head and Human Resources
department.

Step 2: If the appeal is not resolved to the satisfaction of the employee by the supervisor,
the employee may appeal, in writing, to the appropriate department head, within twelve
(12) working days after receipt of the response received in Step 1. The department head
shall respond to the appeal, stating his or her decision within twelve (12) working days
after receipt of the appeal. Such response shall be in writing and shall be signed by the
employee to acknowledge receipt. The department head shall send copies of the appeal
and the response to the Town Manager and Human Resources department.

Step 3: If the grievance is not resolved to the satisfaction of the employee at the end of
Step 2, the employee may appeal, in writing, to the Town Manager within twelve

(12) ealendar working days after receipt of the response from Step 2. The Town
Manager shall respond to the appeal, stating the determination of decision within twelve
(12) ealendar working days after receipt of the appeal. Based on the circumstances and
any other extenuating factors, the Town Manager, at his or her sole discretion, may
formally extend the time deadlines. The Town Manager will provide a written explanation
for the extension and clearly communicate the new time deadlines to the employee.

At the request of the employee or the Town and at the discretion of the Town Manager, a
face-to-face or phone meeting may be requested. The request for consideration must be
in writing and submitted to the Town Manager at the time of the appeal submission. A
decision from the Town Manager to the face-to-face or phone meeting request will be
provided within the twelve (12) working days after the appeals request is received. The
Town Manager, at his or her sole discretion, will have the ability to determine the
following:
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The granting of a face-to-face or phone meeting

The granting of a face-to-face or phone meeting outside the timeframe for

requesting period

The participants of a face-to-face or phone meeting

The scheduling of a face-to-face or phone meeting

Whether any additional face-to-face or phone meetings will be required, if a first

meeting is conducted
The Town Manager shall notify the department head of the final decision before
submitting the decision to the employee. The Town Manager's decision shall be the final
decision.

Grievance and adverse action appeal procedure; unlawful employment discrimination

Any town employee, or former town employee, who has reason to believe that any employment action,
including promotion, training, classification, pay, disciplinary warning, disciplinary suspension, transfer,
demotion, layoff, or termination of employment was based on age, sex, race, color, national origin,
religion, or disability, has the right to appeal such action using the appeals procedure outlined in this
policy, if he or she so desires. While employees are encouraged to use the progressive steps outlined in
the appeals procedure, employees claiming discrimination shall have the right to appeal directly to the
Town Manager (refer to Step 3 above).

A failure to demonstrate that unlawful discrimination was the basis for the act shall render the balance of
the appeal moot.

Back Pay Awards

Back pay and benefits may be awarded to reinstated employees in disciplinary suspension, demaotion,
dismissal and discrimination cases.

Conflict with policies and regulations

No decision or determination of any grievance shall in any way conflict with the town policies, resolutions,
ordinances or statutes applicable thereto.
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Working A Second Job While on FMLA

DRAFT

Current Town policy prohibits secondary employment while on FMLA. Employees who are out of work
under the provisions of FMLA are prohibited from engaging in any outside employment during the
period of leave. Employees who work elsewhere while on FMLA are considered to have voluntarily
terminated their employment with the Town.

Town policy would be amended to read as follows:

Employees who are out of work under the provisions of FMLA are prohibited from engaging in any
secondary employment during what would be their normal scheduled workday. Employees on leave as
a result of their own serious health condition are NEVER approved for secondary employment.
Employees who work secondary employment while on FMLA during what would have been normal work
hours are considered to have voluntarily terminated their employment with the Town. Police
employees may work extra-duty assignments while on FMLA with prior approval from the Chief of
Police, in consultation with HR. Each request will be reviewed on a case by case basis.
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Town of Garner
Town Council Meeting
Agenda Form

Meeting Date: July 26, 2016

Subject: Garner Flag

Location on Agenda: Discussion

Department: Administration

Contact: Rick Mercier, Communications Manager

Presenter: Rick Mercier, Communications Manager

Brief Summary:

Staff has incorporated Council's requested revisions to the proposed Garner flag design.

Recommended Motion and/or Requested Action:

Provide Guidance

Detailed Notes:

Staff has been directed to design a Town flag. In a previous work session, Council reviewed an earlier draft design
and requested revisions.

Funding Source:

Cost: | oneTime: QO | Annual: O No Cost: @

Manager’'s Comments and Recommendations:

Attachments Yes: (&) No: O

Agenda Form Initials: Comments:
Reviewed by:
Department Head:
RM
Finance Director:
Town Attorney:
Town Manager:
RD

Town Clerk:
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Town of Garner
Town Council Meeting
Agenda Form

Meeting Date: July 26, 2016

Subject: Consider Purchase of Property

Location on Agenda: Discussion

Department: Town Manager's Office

Contact: Rodney Dickerson

Presenter: Rodney Dickerson

Brief Summary:

The Town Council will consider purchase of property located at 8025 Country Club Road, Garner NC for use as park,
recreation or open space. The property consists of 120.81 acres and is currently developed as a golf course.

The Council will also consider a proposed short-term lease back agreement.

Recommended Motion and/or Requested Action:

Approve purchase contract and lease agreement.

Detailed Notes:

Funding Source:

Fund balance with declaration of reimbursement from future debt proceeds.

Cost: TBD | One Time: (® | Annual: O No Cost:
Manager’'s Comments and Recommendations:

Attachments Yes: No: @

Agenda Form Initials: Comments:
Reviewed by:

Department Head:

Finance Director:

Town Attorney:

Town Manager:
RD

Town Clerk:
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